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ABSTRACT

ARTICLE HISTORY

The Public Perceptions of Child Welfare Scale measures how the
social environment influences child welfare workers, including
their job satisfaction and intent to leave. Psychometric studies
have validated the scale for private child welfare workers, but
there are no validation studies with public agency staff. This
study fills that gap, showing stigma and respect are important
constructs that also predict worker intent to leave. This research
found an additional construct, blame, which was not present in
private worker validation studies. The scale provides an important tool for the field as we continue to build evidence for
effective recruitment and retention.
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Child welfare workers are the face of our public efforts to support children
whose well-being is at risk. High turnover rates within this workforce have a
profound impact on children and families involved in child welfare services.
Poor worker retention threatens psychological well-being and permanency
outcomes of children and disrupts the quality of care and service delivery
(Chipungu & Bent-Goodley, 2004; Flower, McDonald, & Sumski, 2005; Ryan,
Garnier, Zyphur, & Zhai, 2006; Strolin-Goltzman, Kollar, & Trinkle, 2010;
Unrau & Wells, 2005). It reduces the morale of workers who stay and drains
resources from already-stressed agencies (Dorch, McCarthy, & Denofrio,
2008; Ellett, Ellett, Ellis, & Lerner, 2009; Graef & Potter, 2002).
Because worker retention is such an important objective, the effort to
understand and address turnover has been substantial. Research on the
phenomenon has identified important individual and organizational-level
factors as well as key aspects of the social context in which our child welfare
systems operate (DePanfilis & Zlotnik, 2008; Kim & Kao, 2014; Mor Barak,
Levin, Nissly, & Lane, 2006). To better understand how the larger social
context influences workers and their intention to remain in their child
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welfare job, the Perceptions of Child Welfare Scale (PCWS) was developed.
Psychometric studies have validated the PCWS for both caseworkers and
administrators within private child welfare agencies workers (Auerbach,
Zeitlin, Augsberger, McGowan, Claiborne, & Lawrence, 2015; Auerbach,
Zeitlin, Augsberger, Lawrence, & Claiborne, 2016).
However, the validity of the PCWS has not been tested for public agency
staff. This is an essential limitation to correct because the child welfare
workforce includes both public and private agency staff. Indeed for some
jurisdictions, the most weighty and potentially life-changing work with
families is the exclusive domain of public child welfare. Researchers interested in better understanding the child welfare workforce cannot assume its
homogeneity. Instruments that are psychometrically sound for private child
welfare staff may not be valid for the public agency workforce, as previous
research shows substantive differences between these two types of workers
(Auerbach, McGowan, Ausberger, Strolin-Goltzman, & Schudrich, 2010;
Kim, 2011; Levy, Poertner, & Lieberman, 2012).
This study addresses the need for research measures that are known to be
valid with public child welfare staff. It continues the work of validating the
PCWS by using a multi-state sample of public agency workers. Confirming
the PCWS as a valid measure of worker perception of how the public views
them, and how this impacts their intent to stay at their job, provides an
important tool for the field as we continue to build evidence for recruitment
and retention of a stable and effective workforce.
Background and literature review
Child welfare workers find their work both challenging and rewarding.
Research shows this workforce is committed to their jobs (Claiborne et al.,
2011; Landsman, 2001), finds value and meaning in their work (Pooler,
Wolfer, & Freeman, 2014; Westbrook, Ellis, & Ellett, 2006), and identifies
practice with children and families as part of what keeps them engaged in
their jobs (Ellett et al., 2009; Lawrence, 2017). Unfortunately, many workers
do leave (DePanfilis & Zlotnik, 2008). Research to explain turnover shows
individual, organizational, and community-level factors contribute to intention to leave and actual departure (McGowan, Auerbach, & StrolinGoltzman, 2009; Strolin, McCarthy, & Caringi, 2007).
An important element in much of this research is the perception of
individual workers. Workers’ perceptions of themselves and others, from
self-efficacy and peer support, to their views of and experiences with supervisors, to their organizational climates, all matter to their sense of commitment, job satisfaction, and intent to stay (Barth, Lloyd, Christ, Chapman, &
Dickinson, 2008; Chen & Scannapieco, 2010; Claiborne et al., 2011; Strand &
Dore, 2009). Within these perceptions is how workers view and value child
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welfare work itself. Research shows various ways in which child welfare
workers feel their work is important, and this perception explains part of
their commitment to the work and intention to stay at their job (Benton,
Chenot, & Boutakidis, 2017; Chen, Park, & Park, 2012). It also suggests that
external factors might influence worker perception of the importance and
value of their work, and thus their commitment and intention to stay as well.
Unique aspects of the public child welfare workforce

The PCWS was designed to measure workers’ beliefs about how the public
outside the child welfare system view their work. It has been used in recent
research to examine the relationship of these perceptions on workforce outcomes for private agency staff, including job satisfaction, retention, and
intended turnover (Auerbach et al., 2015; Auerbach et al., 2016). However,
the U.S. child welfare workforce is a mix of both private and public agency
staff (McBeath, Collins-Camargo, & Chuang, 2012). While issues such as
workload, burnout, and turnover are common concerns for both public and
private child welfare workers (Claiborne et al., 2011), public agencies face a
distinct set of concerns that set them apart from their private agency partners. As Collins and colleagues highlight (2012), public agencies are held
accountable in various ways by the federal government, while private agencies are primarily held accountable for their work output. Moreover, policies
and procedures in public agencies are often promulgated without creating a
clear conceptual and empirical link to client outcomes (Collins et al., 2012).
Research also suggests there are substantive differences between child
welfare workers employed in public agencies compared to their peers working in private agency settings. For example, compared to their private agency
counterparts, public agency workers have been found to be more committed
to their work and to child welfare in general (Claiborne et al., 2011; Faller,
Grabarek, & Ortega, 2010). At the same time, public child welfare workers
are at a higher risk of burnout, which might lead to a diminished quality of
work directly affecting the children and families they serve (Kim, 2011).
Moreover, public child welfare workers draw lower salaries and also have
more unsafe and unpredictable work environments than those employed in
comparable publicly funded fields like teaching (United States General
Accounting Office, 2003). Further, workers often experience less-than-optimal work conditions (Kim, 2011), which can include administrative burdens
such as excessive paper work, high workloads, inadequate support from
supervisors, insufficient time to spend with clients or participate in trainings
to improve work quality (United States General Accounting Office, 2003).
Previous validation studies have examined the psychometric properties of
the PCWS with private workers. The aforementioned differences between
private and public workers, however, make it unclear if the PCWS is suitable
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for use with the public child welfare workforce (Auerbach et al., 2015;
Auerbach et al., 2016). In those studies, the PCWS was found to consist of
three latent constructs—stigma measured the degree to which workers think
others look down on their jobs, respect assessed the degree to which workers
think that others appreciate them for serving in child welfare, and value
measured the degree to which workers think the general public and the
government pay attention to their work (Auerbach et al., 2015, 2016).
Based on studies reviewed in earlier work validating the PCWS (Auerbach
et al., 2015, 2016), the researchers believed that the indicators of these latent
constructs would apply to public workers, it was unclear whether the latent
constructs themselves would be applicable. For instance, while the PCWS has
indicators related to the blame workers feel from the government and others
when a tragedy strikes, this was not a distinct construct in the instrument
validated with private workers. The researchers believed that this could differ
in the case of public workers since public child welfare workers are government employees.
Conflict in public child welfare work

The work that is personally meaningful to so many child welfare workers is
also publicly challenging. This work, by its very nature, reflects conflict
between the public role of government and the private sphere of families
(Lipsky, 2010). The mission of child welfare is to ensure the safety and wellbeing of children and work toward family preservation. However, this mission at times leads to conflict. Following a tragedy such as the severe
maltreatment or death of a child known to the pubic child welfare system,
the inherent tensions within public child welfare can be reflected in negative
press about workers and agencies. Child welfare workers notice this and even
view the media as a negative force in how they are perceived (Ellett, Ellis,
Westbrook, & Daws, 2007; Zugazaga, Surette, Mendez, & Otto, 2006).
Research shows there is weakened public support for the child welfare system
following death of a child (Regehr, Chau, Leslie, & Howe, 2002). In fact,
frontline staff can be the targets of blame in the aftermath of such a tragedy,
including losing jobs and even facing criminal charges (Thomlison & Blome,
2012; Zugazaga et al., 2006).
Thus the public view of child welfare work, while not always shaped by full or
accurate information (Chenot, 2011), does reflect an actual conflict in the role of
the child welfare system in society and the uncomfortable truth of how deeply
some children and families struggle to be safe and well. Although professional
commitment is internal to an individual worker (Benton et al., 2017), such
incidents can shape workers’ perceptions of how the public views child welfare
work. Landsman’s research makes this connection, showing that when “the
employee perceives the organization as consistently ‘under fire’ by the
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community” (2001, p. 411), it can depress their commitment to the work. This
may be especially true for the public workforce and further justifies the need to
test the validity of the PCWS for public agency staff.
Method
Data for this study come from a multi-state survey of public child welfare
staff conducted as part of a workforce assessment in three jurisdictions
participating in the workforce excellence initiatives of the National Child
Welfare Workforce Institute. Research staff worked with local jurisdictions to
invite via e-mail all child welfare staff, from caseworkers to agency directors,
to take the survey via a secure on-line link. Participation was not required,
and a gift card of modest value was offered for those who completed the
survey. Of those invited, 69% (n = 2,910) consented to participate and
completed the survey. The study was approved by the Institutional Review
Board of the research project’s home university.
Survey questions for this study included a range of questions about the
individual’s demographic information, job experiences, perceptions of their
organization, and community where they worked, as well as workers’ perceptions of how they believed society and family viewed their work, and their
thoughts about intending to leave their jobs. Intention to leave was measured
by asking respondents the dichotomous question, “Within the past year, have
you considered looking for a new job?”
Workers’ perceptions of how child welfare work is viewed by others were
assessed using the PCWS (see Appendix). In previous research, the PCWS
was measured on a four-point scale ranging from 1 = strongly disagree to
4 = strongly agree on each of 14 items. The current research modified the
PCWS to make this scale similar to others administered at the same time by
assessing each item on a five-point scale ranging from 1 = strongly disagree to
5 = strongly agree with 3 denoting “Neither agree nor disagree.” Negatively
worded items were recoded so that higher values indicated more positive
perceptions from others.
Model specification

The purpose of this research was to validate the PCWS with a sample of public
child welfare workers. To do this, a confirmatory factor analysis (CFA), a form of
structural equation modeling (SEM) was conducted. CFA is a technique that can
be used to examine the relationship between observed indicators and latent
constructs (Brown, 2015; Kline, 2016). It is theoretically driven and is often used
to test the psychometric properties of measurement instruments (Brown, 2015).
In general, SEM can be used in one of three ways: to confirm an a priori model,
test alternate models, or generate novel models (Joreskog, 1993). In this case, the
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Table 1. Characteristics of the sample.
Demographic
Gender
Female
Male
Race/Ethnicity
White
Black
Hispanic
Asian
Other
First job in child welfare
Yes
No
Social work degree
BSW
MSW
Tenure in job (years)
Tenure in agency (years)
Tenure in child welfare (years)

n

%

2,315
383

85.77
14.19

2,155
333
122
52
153

80.02
12.37
4.55
1.93
5.68

1,861
843

68.82
31.18

322
364

11.90
13.45

Median

Mean

SD

2
4
6

3.71
7.15
8.58

4.83
7.72
7.91

authors used CFA to generate a new model. MPlus 7 was used to analyze the data
using the weighted least squares with missing values estimator (WLSMV)
(Muthen & Muthen, 2012). WLSMV is the preferred estimator to use when
missing data are missing-at-random and the data are ordinal, which is the case in
the current research (Asparouhov & Muthen, 2010).

Description of the sample

The demographic details of this sample, displayed in Table 1, reflect important characteristics. As is typical in the field of child welfare, the majority of
the sample was female (85.8%). Most of the sample self-identified as White
(80.0%) with the next largest group identifying as African-American or Black
(12.4%). Additionally, 4.6% of workers indicated Hispanic ethnic identity. In
terms of education, this sample had somewhat lower rate of graduates in
social work education compared to other studies using multi-state samples
(Barth et al., 2008; Glisson & Green, 2011) with only slightly more than a
quarter reporting a social work degree.
For most respondents, their current job was their first in child welfare
(68.8%). The average tenure in their current positions was nearly 4 years
(M = 3.71 years; SD = 4.83), and they had, on average, been at their agencies
for just over 7 years (M = 7.15 years, SD = 7.72). The number of years
workers had been employed in child welfare overall was slightly longer,
however, with an average of 8.58 years (SD = 7.91). As Table 1 shows,
however, the median number of years workers had been at their job, in
their agency, and working in child welfare overall were all lower.
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Results
CFA results

The best fitting CFA diagram is illustrated in Figure 1 and factor loadings for
each item of each latent construct on the PCWS are shown in Table 2.
Results indicated four latent constructs: stigma, nature of work, respect, and
blame. The first latent construct, stigma, consisted of four observed variables.
Factor loadings ranged from a low of .60 (“I feel uncomfortable admitting to

Figure 1. CFA of PCWS with four latent constructs.
Table 2. Items included in validated PCWS.
Latent
construct
Stigma

Nature of
Work

Respect

Blame

Item#
Item
PCW5 When people find out I am a child welfare worker, they seem to look
down on me.
PCW12 I feel uncomfortable admitting to others that I am a child welfare worker.
PCW13 People look down on my work because of the types of clients I serve and
the needs they have.
PCW14 Most of my friends and family act like they don’t want to know anything
about my work
PCW4 People just don’t understand what you have to go through to work in
child welfare.
PCW6 The government should take more responsibility for improving child
welfare services.
PCW11 Most people wonder how I can do this kind of work.
PCW1 Most people respect you for your choice to work in child welfare.
PCW2 People feel that child welfare work is important.
PCW3 People make me feel proud about the work I do.
PCW7 The work I do is valued by others.
PCW8 Government officials only pay attention to our work when there is a
serious incident.
PCW9 Most people blame the child welfare worker when something goes
wrong with a case.
PCW10 Most people think that child welfare workers do too little to help the
children and the families who are their clients.

Factor
loading
.79
.60
.76
.63
.60
.55
.68
.90
.82
.88
.68
.73
.90
.80
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others that I am a child welfare worker”) to a high of .79 (“When people find
out I am a child welfare worker, them seem to look down on me”). The next
latent construct, nature of work, was composed of three observed variables.
Factor loadings ranged from a low of .55 (“The government should take
more responsibility for improving child welfare services”) to a high of .68
(“Most people wonder how I can do this kind of work”).
The latent construct respect consisted of four observed variables. Factor
loadings for this ranged from a low of .68 (“The work I do is valued by
others”) to a high of .90 (“Most people respect you for your choice to work in
child welfare”). Finally, the latent construct blame was comprised of three
observed variables. Factor loadings ranged from a low of .73 (“Government
officials only pay attention to our work when there is a serious incident”) to a
high of .90 (“Most people blame the child welfare worker when something
goes wrong with a case”).
The correlation between the latent constructs stigma and nature of work
was .15 (p = .05). The correlation between the constructs nature of work and
respect was −.12 (p < 0.001), and it was .20 for the correlation between respect
and blame (p < 0.001). The strongest correlation between latent constructs
was between blame and nature of work (r = .82; p < 0.001), while the
correlation between respect and stigma was.58 (p < 0.001). Finally, the
correlation between the constructs blame and stigma was .27 (p < 0.001).
The use of additional fit statistics is supported to get an overall depiction of
how well data fit a particular model (Chen, Curran, Bollen, Kirby, & Paxton,
2008). Therefore, supplemental fit statistics were computed and included the
root mean square error of approximation, which was .064 with a 90% confidence
interval ranging from .061 to .068 indicating an acceptable fit (Kline, 2016). The
Comparative Fit Index was .98, and the Tucker–Lewis Index was .97. Generally,
values greater than or equal to .95 for each of these indices are indicative of a
good-fitting model (Hu & Bentler, 1995). These values indicate that the identified model with four latent constructs fits the data.

Table 3. Predicting looking for a new job from each subscale of PCWS.
Model 1: Stigma
X2(1) = 60.95; p = 0.00
Model 2: Nature of work
X2(1) = 55.43; p = 0.00
Model 3: Respect
X2(1) = 81.76; p = 0.00
Model 4: Blame
X2(1) = 106.56; p = 0.00
Model 5: Total PCWS
X2(1) = 179.08; p = 0.00.

Odds ratio
0.67

SE
.04

z
−7.65

p
0.00

95% CI
.60–.74

0.60

.04

−7.35

0.00

.52–.69

0.60

.03

−8.74

0.00

.54–.68

0.56

.03

−10.09

0.00

.50–.63

0.74

.02

−12.65

0.00

.70–.77
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Criterion validity

To assess for criterion validity, five logistic regressions were conducted, one
for each of the identified dimensions and one for the overall validated scale.
The results are displayed in Table 3. To create each of the subscales, a mean
for the items in each dimension was created for each respondent. Then, a
total score was created by adding together each respondent’s subscale scores.
Therefore, scores on each of the subscales could range from 1 to 5, and the
total scale could range from 4 to 20. Since negative items had previously been
recoded, higher scores on each of the subscales were indicative of more
positive feelings. On the intent to leave item, those who responded yes
were coded as 1, and those who responded no were coded as 0.
For the stigma dimension, which had a mean score of 3.39 (SD = .79), the
odds of intending to leave one’s job decreased by 33% for each additional
unit increase on this subscale, and these findings were statistically significant
(OR = 0.67, p < 0.001). For the nature of work dimension, which had a mean
score of 1.81 (SD = .58), the odds of intending to leave one’s job decreased by
40% for each additional unit increase on this subscale. Again, these findings
were statistically significant (OR = 0.60, p < 0.001). Additionally, for the
respect dimension, which had a mean score of 3.66 (SD = .74), the odds of
intending to leave one’s job decreased by 40% for each additional unit
increase on this subscale, and these findings were statistically significant
(OR = 0.60, p < 0.001). For the last dimension, blame, which had a mean
score of 1.88 (SD = .72), the odds of intending to leave one’s job decreased by
44% for each additional unit increase on this subscale. Again, these findings
were statistically significant (OR = 0.56, p < 0.001). Finally, for the total
PCWS scale, which had a mean score of 10.74 (SD = 1.86), the odds of
intending to leave one’s job decreased by 26% for each additional unit
increase on the complete instrument, and these findings were statistically
significant (OR = 0.74, p < 0.001).
Reliability was ascertained by computing coefficient alpha for each of the
latent constructs. Coefficient alpha for the four-item stigma subscale was .74.
Coefficient alpha for the three items in the nature of work subscale was .51.
Coefficient alpha for the four-item respect subscale was .84, and coefficient
alpha for the three-item blame subscale was .77.

Discussion
This study confirms the validity of the PCWS for the public child welfare
workforce. The results of the CFA illustrate important parallel experiences for
both public and private workers. However, it also identifies relevant differences.
In previous research with a sample of private workers, the 14 indicators of the
PCWS loaded onto three latent constructs, stigma, value, and respect (Auerbach
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et al., 2015). In the current research, these 14 indicators loaded onto four latent
constructs, stigma, nature of work, blame, and respect.
A key difference from previous validation studies of the PCWS is the latent
construct of blame found in the present research. This was not, unfortunately, a surprising finding. Research described above regarding the inherent
conflict of child welfare work identifies that workers, indeed the whole
system, can be targeted with blame following highly publicized tragedies
such as child fatality or severe maltreatment. Child welfare workers often
feel blamed directly by the media after such an event, and this perceived
blame can heighten workers’ feelings of job insecurity and cause them to
consider leaving their jobs pre-emptively (Douglas, 2013). Such perceptions
of blame by workers is likely accurate and not overestimated; previous
research has shown the media are generally critical and blaming of agencies
when they are mentioned in any capacity (Cooper, 2005).
The other latent constructs identified in this study have also been associated with workforce issues in previous research. While stigma has not been
directly studied as a factor leading to turnover in child welfare workers, other
research has found that stigma experienced by women in the workforce
impacts both psychological well-being and turnover intentions across a
variety of fields (Fox & Quinn, 2015). In a qualitative study of those providing social and healthcare services to sex workers in Canada, study participants associated stigma-by-association with burnout and their intentions to
leave their jobs (Phillips, Benoit, Hallgrimsdottir, & Vallance, 2012). Stigmaby-association, the concept that those in close contact with people who are
socially devalued are also stigmatized, has been studied in the nursing
literature, finding that it is more difficult to recruit nurses into mental
healthcare than into other fields of work (Ng et al., 2010). It may be that
child welfare workers experience a similar stigma-by-association due to
working with involuntary clients who are often vilified.
The nature of child welfare work has been studied in previous research,
including how worker perception of the nature of the work may influence
turnover intentions (Smith, 2005). Other research has related the nature of
the work to job satisfaction as well as intent to leave (Claiborne et al., 2014;
Schudrich, Augsberger, Auerbach, & McGowan, 2014). The nature of work
construct was reflected in a recent study of former child welfare workers who
called for better public advocacy on their behalf (Griffiths & Royce, 2017).
This construct, unique to this validation of the PCWS with a public workforce, adds to growing evidence that the nature of child welfare work plays a
role in workforce stability.
The final latent construct validated here is respect, which previous research
shows is an important component in retention and turnover intentions. The
current research confirms this with a sample of public workers (Augsberger,
Schudrich, Auerbach, & McGowan, 2012; Johnco, Salloum, Olson, &
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Edwards, 2014) and connects respect to the public sphere. Thus, while
respect from within one’s organization has been found to be important,
this study identifies a construct of respect within the social environment.
Researchers in other service fields, such as nursing and law enforcement,
have tied similar findings to the prevention of burnout, explaining such
findings through an existential lens (Pines & Keinan, 2005). In other
words, it is a human trait to want meaningful work that makes a difference
in the lives of others (Becker, 1973; Frankl, 1976) and the connection
between higher perceived public respect and lower intent to leave one’s
public child welfare job may reflect this need.
The relatively low correlations between each of the constructs is indicative
that these constructs are, indeed, unique dimensions of the total PCWS. In
one case, the correlation between nature of work and respect was negative;
however, the magnitude of this correlation was .12, indicating a very weak
relationship between each of these. As the magnitude of this measure was so
low, the negative direction of that relationship does not appear troubling.
Regarding reliability, coefficient alpha scores greater than 0.7 are desirable
(Gliem & Gliem, 2003). One subscale, nature of work, had an alpha value of
0.51, which is considered questionable. While the magnitude of coefficient
alpha is directly related to the number of items in a scale, it is something that
should be considered in future research (Heo, Kim, & Faith, 2015).
Because of the strong psychometric properties uncovered here, these four
latent constructs can be utilized as subscales to examine how public workers
perceive how those outside the child welfare system view their work. Since
each construct in the PCWS was related to workers’ intention to leave their
jobs, this scale can help in the study of and efforts to reduce unwanted
turnover in our public child welfare agencies.
Limitations

An important limitation of the current research is that the sample was not
randomly selected. While a participation rate of 69% is considered acceptable
(Baruch & Holtom, 2008), 31% of workers chose not to participate. There is
no way to understand what non-respondents would have said about their
intentions to leave their jobs or what their responses would have been to the
items on the PCWS. For this reason, the nature of the study sample does
introduce the possibility of systematic non-response bias (Rubin & Babbie,
2013). It is also worth noting that high worker turnover, reflected in the low
median years on the job in this sample and elsewhere (Barth et al., 2008; Lee,
Forster, & Rehner, 2011) suggests that there are voices not represented in this
research: the workers who already left.
Additionally, while the current study provides researchers with a validated
tool for understanding how child welfare workers believe those outside their
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work environments view them, how this tool can be utilized is not yet fully
understood. While previous research shows that the PCWS predicts turnover
intentions and job satisfaction (Auerbach, 2015; Auerbach et al., 2016),
further work should explore systemic interventions that could improve
PCWS scores.
Finally, validating any instrument is a long and tedious process. In this
research, one form of criterion-related validation, concurrent validity, was
utilized. Other forms of criterion validity, such as predictive, convergent,
or discriminant validity, could have yielded stronger or more nuanced
results, particularly since the criterion against which each construct was
measured was indicated by a single item (Drost, 2011). For this reason, it
is recommended that additional psychometric study be done on the
PCWS.
Conclusion
This research validates the PCWS for child welfare staff in public agencies. It also
shows the PCWS predicts worker intent to leave, making it an important
addition to the field as we continue to build evidence for recruitment and
retention of a stable and effective workforce. The study furthermore identifies
key concepts, measured separately and aggregately using the PCWS, which
expands our capacity to understand societal factors that impact our ability to
maintain an effective workforce. The negative drivers of stigma and blame
emphasize the need to acknowledge how damaging public perception can be
to a workforce that is committed to the job, but blamed for the work. At the same
time, respect and the nature of the work offer further support for building
workplace supports that help workers reconcile commitment to their jobs with
the perceptions they have of the public’s view of this important work.
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Appendix
Perceptions of Child Welfare Scale
Below is a list of statements about how various individuals and groups perceive child
welfare. For each statement, please indicate if you strongly disagree (SD); disagree (D);
neither agree nor disagree (N); agree (A); strongly agree (SA).

1. Most people respect you for your choice to work in child welfare
2. People feel that child welfare work is important
3. People make me feel proud about the work I do
4. People just don’t understand what you have to go through to work in child welfare*
5. When people find out I am a child welfare worker, they seem to look down on me*
6. The government should take more responsibility for improving child welfare
services*
7. The work I do is valued by others
8. Government officials only pay attention to our work when there is a serious
incident*
9. Most people blame the child welfare worker when something goes wrong with a
case*
10. Most people think that child welfare workers do too little to help the children and
the families who are their clients*
11. Most people wonder how I can do this kind of work*
12. I feel uncomfortable admitting to others that I am a child welfare worker*
13. People look down on my work because of the types of clients I serve and the needs
they have*
14. Most of my friends and family act like they don’t want to know anything about my
work*
Note: * indicates items are reverse coded

SD
□
□
□
□
□
□

D
□
□
□
□
□
□

N
□
□
□
□
□
□

A
□
□
□
□
□
□

SA
□
□
□
□
□
□

□ □ □ □ □
□ □ □ □ □
□ □ □ □ □
□ □ □ □ □
□ □ □ □ □
□ □ □ □ □
□ □ □ □ □
□ □ □ □ □

